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Abstract

Leaders and followers have a dynamic relationship that could inspire and motivate each other.
In Islam, it is generally considered that a leader is responsible for leading and guiding the
followers and the followers in turn have the responsibility to follow their leader as long as the
leader’s actions are based on Islamic sharia. This shows that both, leaders and followers, need
one another to enhance their motivation to implement each other’s responsibilities. One
method for enhancing motivation is through respect. Hence, what type of respect should exist
between a leader and the followers, specifically in Islam? Although a leader holds a high
position, should followers respect their leader without any basis or without the leader
showing mutual respect? Do followers have to feel they are respected by their leaders in
order for them to be continuously motivated? Based on these emerging questions, this article
has two objectives, namely, to identify the concept of respect in an Islamic leadership and
analyse that concept based on the relationship between a leader and the followers according
to Islam. This article is qualitative in nature and data were obtained using the document
research method. Findings show that although leaders hold a high position, the leader should
respect the followers to ensure that they are always motivated in carrying out their
responsibilities. Moreover, followers cannot hope that they will be respected by their leaders
because at the same time they too should respect their leaders. Therefore, according to this
mutual respect method, the motivation level of leaders and followers will be at an appreciable
level needed for carrying out their respective tasks.

Keywords: Mutual Respect Method, Work Motivation, Leaders, Followers, Leadership

Introduction

Generally, a leadership will at least involve two categories, namely the one who leads or the
leader and the one who is led, or the follower. According to Islam, a leader is clearly
responsible for leading the followers by practicing a leadership method that is consistent with
Islamic sharia. One of the tasks involved in leading is to motivate followers to perform their
tasks and one of the methods used for doing so is through respect. In realising that the respect
method is important in motivation, this article took the approach of examining the respect
method in greater detail. Discussions begin with the section on Leaders and Followers in
Institutions, followed by the Mutual Respect Method in Work Motivation section and lastly,
the section on Conclusions.
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Leaders and Followers in Institutions

Development of a country cannot be implemented efficiently if the function of humans as
citizens, which involves the development process comprising elements, such as governing,
administrating, managing, handling and monitoring, cannot be carried out effectively (Johar,
2010). All these functions can be carried out by the citizens comprising those who govern and
those who are governed, those who administer and those who are administered, those who
manage and those who are managed, those who handle and those who are handled as well
as those who monitor and those who are monitored. All functions that should exist in a
country’s development process are found in the management of an institution. This is similar
to an institution where there is one party that governs, administers, manages, handles and
controls, which is the management acting as a leader, while there is an another party that is
governed, administered, managed, handled and monitored, which is the employee acting as
a follower. This is shown in Diagram 1 below.

Leadership
Leaders Followers :|» Country
Management Employee :|~ Institution
| | \ J
Y |
- to command - commanded
- administer - administered
- manage - managed
- handle - handled
- control - controlled

Diagram 1: Leadership Concept Between Leaders and Followers

Based on Diagram 1, it can be summarised that in the context of an institution, a leader refers
to the management, which is responsible for leading, whereas followers refer to employees,
who hold the trust and responsibility in an institution and are led by the management. An
institution’s management actually holds a big responsibility as a leader in the institution and
one of the duties of a leader is to motivate employees (Mat, Case, Mohamaddan & Yee, 2017).
With this responsibility, the management can apply various methods that it feels confident
will enhance employees’ motivation.

One of the methods applied is the respect shown to employees. This is an important method
for motivating employees since respect is one of the factors that influences the increase in
employees’ motivation (Abu, Zaidon & Samsuri, 2006; Yusof, 2007; Porath, 2014; Zarei et al.,
2016). However, the reality is that the rate of employees’ desire to be respected is
inconsistent with the rate of respect they receive, which is much lower (Rogers & Ashforth,
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2017). Ehsan Zarei et al. (2016) said that the lack of motivation in employees has a negative
effect not only on the employees but also on the institution’s management. For example,
absenteeism, not being enthusiastic in finishing the task and producing tasks that are of low
quality. Lilly (2019) also stated that the most dangerous employees in an institution are those
who are not respected.

Therefore, looking at the importance of the respect attitude and its effects, the management
should be sensitive to this method in efforts to motivate their employees. Most studies on
motivation have found that employees wish that the management will respect them so that
their motivation will increase. This situation raises the question of whether it is only the
management that should respect employees in order to motivate them. In fact, employees
should also respect the management because the mutual respect attitude is the core trait of
an Islamic management entity. Hence, it is evident that mutual respect in a management,
which refers to the management and its employees respecting one another, is an important
practice.

The Mutual Respect Method in The Motivation to Work

The mutual respect attitude is not something new in management, especially in Islamic
management. This is because management has the opportunity to use the ‘management
motivates the employee’ method to preach (da’wah), hence, Islam advocates that the
management should respect employees although they are of different religion or ethnicity
(Wani, Abdullah & Lee, 2015). Islam actually emphasises that its subjects always respect every
religion, ideology, culture and community that exists. Hence, if the management is truly
Islamic in nature or a Muslim, then the management will not transgress what is advocated by
Islam, but rather understand that Islam is propagated through respect given to others, for
example, to employees.

Besides that, the mutual respect attitude amongst humans must be present in each Muslim
who has confessed to have faith in Allah SWT because by practicing this attitude one is
presumed to possess noble moral values (Department of Islamic Religion, Selangor, 2013).
The attitude of respecting others is an important practice and should be upheld by every
Muslim. However, if this attitude begins to erode it will affect inter-human relationships as
well as Islam’s image in the eyes of other religions. In the context of institutions, it is important
that respecting others is practiced and assimilated in each individual so that a good social
relationship between the management and employees is created (Yusof, 2007). A successfully
cultivated mutual respect will create a comfort zone for the management as well as
employees and this helps in communication and the efficient implementation of tasks.

Based on the analysis, it was found that the management should exhibit a sense of respect to
its employees although in reality the management holds a higher position and is more
influential. This is followed by various positive effects on employees’ motivation if the
management applies the respect method when managing employees. These effects are
described in Diagram 2 below.
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Diagram 2: Effect on Employees Who Are Respected by the Management

Based on Diagram 2, there are various positive effects produced when the management
respects its employees. The first effect is an employee’s emotional stability, which is formed
when the management begins to respect the employee. A management that is less

1) Has a positive effect on employees’ emotions (Yusoff & Mohamed, 2004;
Ramarana, Barsade & Burack, 2008; Johar, 2010; Clarke, 2011)

| | 2) Increases employees’ commitment and motivation to work (Porath, 2014; Arab &

Atan, 2018)

| | 3) Increases employees’ level of satisfaction and happiness towards the management
and the work they are doing (Quaquebeke, Zenker & Eckloff, 2009; Porath, 2014)

4) Employees always involve themselves in activities at the workplace (Ramarana,
Barsade & Burack, 2008)

m 5) Increase in employees’ health and well-being (Porath, 2014)

6) Employees become increasingly trusted and safe (Clarke, 2011; Porath, 2014)

Effect on Employees Who Are
Respected by the Management

7) Employees are more focused and give priority to their work (Porath, 2014; Carmeli,
Dutton & Hardin, 2015; Yang, Ding & Lo, 2016)

8) Employees feel they are more meaningful, important and loyal to the management
and institution (Porath, 2014; Perko, Kinnunen, Tolvanen & Feldt, 2016)

knowledgeable about managing employees’ motivation, in addition to the management itself
experiencing work motivation and personality problems, will affect the management’s
emotions as well as that of its employees (Yusoff & Mohamed, 2004; Ramarana, Barsade &
Burack, 2008; Johar, 2010; Clarke, 2011). Therefore, the management should take the
initiative to improve itself in order to be more motivated and possess a better personality so
that there is a positive impact on employees’ emotions, which subsequently enhances their
motivation to work. Employees in a better emotional state and with a higher level of
motivation are more inclined to champion the objectives of the institution through an
efficient attitude when implementing their tasks.

As for the second effect, when the management respects its employees, the employees will
be more committed and motivated to carry out their tasks (Porath, 2014; Arab & Atan, 2018).
Findings also show that there is no managerial behaviour that has a greater effect on
employees’ motivation to work as the show of respect (Porath, 2014). To be treated with
respect by the management is the most effective factor that motivates employees compared
to appreciation, recognition or even the opportunity to participate in skills-related activities.
Arab and Atan (2018) stated that when management respects and treats employees well,
employees will feel that they have to return the good deed by increasing their work
commitment.
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The third effect when employees are respected by the management is an increase in
employees’ level of satisfaction and happiness towards their management and the work they
are performing (Quaquebeke, Zenker & Eckloff, 2009; Porath, 2014). Besides that, Porath
(2014) also found that employees who are respected by the management experience 89%
increase in satisfaction and happiness in work situations.

The fourth effect shows that employees who are respected by the management have a
greater tendency and frequently to involve themselves in the institution’s activities (Lakshmi
Ramarana, Barsade & Burack, 2008). The respect shown by the management motivates the
employees to contribute their energy towards the institution’s activities, either activities
organised by the management or external activities.

The fifth effect is the increase in health and well-being of employees whereby the respect
shown by the management to its employees increases employees’ health and well-being by
56% (Porath, 2014).

The sixth effect shows that employees who are respected are more trustworthy (Clarke, 2011;
Porath, 2014). Porath (2014) added that employees were 1.72 times more trustworthy and
better at safeguarding the privacy and information about the institution if they are respected
by the management (Porath, 2014).

The seventh effect, as shown in Diagram 2, indicates that employees who are respected by
the management are more focused and lend priority to their tasks (Porath, 2014; Carmeli,
Dutton & Hardin, 2015; Yang, Ding & Lo, 2016). Porath (2014) stated that employees feel 92%
more focused and lend priority to their tasks if the management respects them.

The eighth and final effect is that employees feel that they are more meaningful, more
important and more loyal to the management and institution (Porath, 2014; Perko, Kinnunen,
Tolvanen & Feldt, 2016). Porath (2014) found that if respected by the management,
employees feel 1.26 times more meaningful and important to the institution and 1.1 times
more loyal towards the management and institution.

Based on discussions about the positive effects that emerge when the management motivates
employees through the respect method, it is evident that the true influence of respect is to
manage employees’ motivation. The respect attitude’s influence should exist in a
management and its employees because if this attitude is absent, there will be negative
repercussions. Effects that could emerge if the management does not respect employees are
the constant heated atmosphere as well as rude and aggressive attacks on employees, which
will make employees disappointed, anxious, fearful, pressured, angry, hateful and revengeful
when facing the management and eventually become demotivated to work (Johar, 2004).
These effects on employees will encourage them to be involved in various problems related
to the motivation to work, behaviour, hypocritical attitude towards work, loss of focus, less
productive, non-involvement in activities and tasks given, frequently experiencing health
issues, and eventually leading to an increase in resignations (Ramarana, Barsade & Burack,
2008; Porath, 2014).
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Therefore, it is clear that the absence of the respect attitude not only effects employees but
also the management. When both parties do not have any self-respect as well as gain respect
from others, their emotions are effected, which not only effects their work but also the quality
of work, communication, level of satisfaction as well as the institution’s performance (Zakaria
& Yahaya, 2006). Both, employees and the management, should practice mutual respect and
it is inappropriate for the latter to wish the former to offer respect without the latter also
offering some form of respect. Most employees in an institution react based on their
experiences with their management (Lily, 2019). Thus, if the management gives respect, then
the employees will reciprocate.

Islam has long emphasised the mutual respect concept (Elamin & Tlaiss, 2015). Mutual
respect is presumed to be a reactive relationship, for example, when A respects B, B will
usually react with a feeling of respect to A, either in a similar fashion or in a greater show of
respect (Wani, Abdullah & Lee, 2015). This concept is mentioned in the al-Qur’an, as in Surah
al-Nisa verse 86, meaning: -

“When a (courteous) greeting is offered you, meet it with a greeting still more
courteous, or (at least) of equal courtesy. Allah takes careful account of all
things.”

Surah al-Nisa, 4: 86

In this verse, Allah SWT exhorted that when someone is respected and receives salutations,
that person must return the respect and salutation in a much better way or at least similar to
the salutation and respect received (Muhammad, 2016). It can be concluded that this verse
shows that Allah SWT had called on Muslims to show mutual respect and return the respect
to others. This Islamic concept should be considered by the management and employees of
an institution. This means that in Islam itself the respect method should not be one-way
whereby only one party shows respect and only one party is respected. It actually works two-
ways where there should be mutual respect between both parties. The mutual respect
attitude in an institution can actually motivate and induce positive emotions in both, the
management and its employees, which will surely affect the institution’s development (Yusoff
& Mohamed, 2004).

Discussions have shown that Islam strongly encourages all Muslims, including those in
institutions, to practice the mutual respect attitude, not only those who hold senior positions
should be respected but all members of the institution. Most institutions have formally
outlined their code of ethics, whereby the management and employees should be ethical
when dealing with one another. One example of being ethical is to respect each other. Besides
the mutual respect shown by the management and its employees, other elements that should
be respected are freedom, dignity and personal matters (Adam & Kassim, 2008).

Among the institutions that have clearly mentioned the need to have a mutual respect
attitude in its code of ethics are the Public Services Department (JPA), Sime Darby Berhad and
Tenaga Nasional Berhad. JPA had introduced the Excellent Work Culture (BKC), whereby in
order to enliven this culture JPA had formed the JPA Code of Ethics (al-Qudsy, 2008). This
code of ethics contains five codes and its ensuing features that need to be adhered to by all
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members of the institution, which refers to its top management and other employees. The
five code of ethics are professionalism, teamwork, excellence and superiority, prudence and
credibility as well as continuous learning. It was found that the second code, which is
teamwork, considers the practice of mutual respect as one of the features that should exist
for an employee to be motivated and achieve an excellent working culture. When examined
further, respect is found in the code of ethics related to teamwork, which means that the
management and employees make up the team in their institution and the respect factor is
the basis for the existing relationship.

As for Sime Darby, the guideline for its Code of Ethics, or also known as COBC (Code of
Business Conduct), has further explained the standard of work ethics that should be
assimilated by all levels of employees, including the management and other employees (Sime
Darby Berhad, 2011). One of the ethical values that should be assimilated by the management
and employees is the mutual respect attitude. In this code of ethics, there are several
evaluation questions that the management must answer and one of the questions is whether
the management respects its employees. This shows the dire need for the management to
respect its employees.

The third institution, Tenaga Nasional Berhad (TNB), has also issued its Code of Ethics to
contain behavioural problems that could occur among all its employees, right from the top
management until the lowest ranked employee (Tenaga Nasional Berhad, 2018). The
management and employees should adhere to the standards contained in the code of ethics
and one of the codes is to respect the individuals in the institution. All of them should respect
each other by recognising each other’s roles, treat each other well, listen to ideas and
opinions as well as recognise the contributions of everyone.

Other than in Malaysia, institutions in Japan also prioritise the mutual respect attitude in
order to enhance the motivation of individuals in their institutions. This type of attitude is
nothing new to Japanese institutions because the Japanese have encultured the mutual
respect attitude in their everyday lives. However, it is not only in Japan that this culture is
emphasised but if the Japanese were to work in another country this culture will still be
practiced. For example, it was found that Malaysian institutions that are managed by
Japanese managers do emphasise the mutual respect attitude in these institutions (Suhada
Saad & Kartini Aboo Talib@Khalid, 2015). The mutual respect attitude involves all strata of
society, for example the elderly, parents, top management and work mates. This practice has
long been advocated by Islam, for example, Islam has outlined that individuals that should be
respected are parents, fellow humans, those older than us, neighbours, guests, teachers as
well as leaders (Department of Islamic Religion Selangor, 2013). These individuals who should
be respected are not limited to Muslims only but to everyone. One study involving 265
respondents comprising top management and employees from the automotive industry in
Malaysia found that all of them agreed that mutual respect between them should exist at the
work place although they come from various cultures, ethnic backgrounds and religions
(Abdullah, Ismail & Noor, 2016; Adawiyah & Pramuka, 2017).

Mutual respect actually determines the future of an institution. This is because the method
used by the management regarding behaviour and respecting employees during work will
determine how employees behave during work and this determines whether the institution
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can progress further (Clarke, 2011; Walker, 2014). Employees’ show of respect towards their
management is influenced by various factors, among them are moral support from the
management, cooperation as well as the management’s attitude of showing concern and
sympathy towards employees. Hence, if these elements are not present and exhibited by the
management, then it will be difficult for employees to respect them.

In relation to this, an online survey involving 125 respondents intended to determine the level
of respect these respondents received during their work (Porath, 2014). Findings show that
60% of respondents stated that they had too much work for them to behave well and respect
their management. This is not an appropriate excuse since good behaviour and respect for
the top management does not need extra hours or separate hours from the normal working
hours. This is something that can be done during working hours or highlighted by
communicating with the management and when personally meeting the management.
Besides that, 25% of employees alleged that they did not have a role model on learning how
to respect. Hence, they only behaved how their management behaved towards them. The
excuse of not having a role model or a guide for employees to learn about respect should not
prevail in the institution. This is because the management, which is the top management and
head of the employees, should play an exemplary role that employees can follow when
working in the institution and not as a source that causes employees to become increasingly
demotivated and frequently placed in a pressured situation (Johar, 2010).

Islam’s image is portrayed as a religion that upholds the mutual respect attitude successfully
portrayed by the Prophet SAW. The Prophet SAW has been a good example to HIS subjects
on how to respect others (Wani, Raihanah & Lee, 2015). As an idol for all Muslims, the
Prophet SAW should be a guide for the management of the respect method used by the
Prophet SAW that has made HIM an idol. Among the methods advocated by Islam that show
respect for others are to provide friendly and polite treatment to others, mutual cooperation,
appreciating one another, appreciating the good deeds and services obtained as well as
practicing good and harmonious communication (Zakaria & Yahaya, 2006; Department of
Islamic Religion, Selangor, 2013). Practicing these methods, especially good communication
skills, can create a feeling of mutual respect between the management and its employees,
which will increase employees’ motivation to work and achieve a high level of work
satisfaction (Rani, Nur ‘Abdullah, Harun, 2017).

Conclusion

Mutual respect has been long advocated by Islam, not only amongst Muslims but also
amongst people of other religions too. This should be heeded by all management authorities
in various institutions, especially the management in Islamic institutions. Besides the
management, employees should also understand that they cannot demand respect from the
management in order to enhance their motivation but instead they too have to respect the
management.

Advocating the concept of mutual respect, which actually exists in Islam, should be applied in
institutions so that the motivation to work by both the management and employees is
enhanced. Importance of the concept of mutual motivation has been proven through studies
as well as views of scholars, which mentions about the positive effects of practicing the
mutual respect method. These positive effects clearly have an effect on emotions,
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commitment, work involvement, work satisfaction, health, happiness as well as the
motivation to work by both, management and employees. These positive effects not only
impact the employees and management but more so the development and image of the
Islamic institution.

Therefore, it is clear that the mutual respect method is actually an important practice that
should be practiced by all institutions, regardless whether it is a conventional or Islamic
institution. Hence, for Islamic institutions, both the management and its employees, should
practice this method since Islam itself, through the al-Qur’an and the Prophet SAW, has
indicated the significance of practicing mutual respect in Islam
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